groups -are considered to be a specific type of association (for more details, see Kunc, Hartoš 2005 , Vácha 2013 ).
This article focuses on one particular aspect of the way that employer organisations operate in the Czech Republic, namely the issue of how they relate to business groups. Both types of organisation represent essentially the same social group (entrepreneurs), but unlike employer groups, business groups may also represent businesses which do not have employees (in the Czech Republic, this mostly refers to self -employed persons; for details of business types in the Czech context, see European Commission 2011). In theory, the distinction between these types of groups is simple enough: employer organisations represent the interests of their members qua employers, particularly vis -à-vis trade unions and the government, within a framework of collective bargaining and social dialogue. Business groups represent the interests of their members in all areas except collective bargaining. Act No. 2/1991 on Collective Bargaining allows only registered employer organisations and trade unions to participate in collective bargaining. Employer organisations are endowed with some other exclusive privileges chief among which is the possibility of participating in the activities of the tripartite Council for Economic and Social Agreement (RHSD) provided that they meet other criteria such as the required membership base size (see Státu RHSD ČR 2009) .
But while the distinction between the two types of organisations is clear theoretically and legally, in the practice of Czech interest group politics, the boundary is less obvious and the activities of these organisations interpenetrate: almost all employer organisations in the Czech Republic (and in most other countries) are also regularly active outside collective bargaining and social dialogue, and most business organisations are also involved in social dialogue issues. (For example, business organisations led by the Czech Chamber of Commerce were substantially involved in the drafting and parliamentary adoption of the new Labour Code in [2005] [2006] [2007] , and they also comment habitually on social dialogue issues; for more information on this point, see, e.g. Valterová 2007 .) This article seeks to evaluate how meaningful it is to distinguish in practice between these two types of organisations whose legal status is different. The analysis is based on data obtained in a questionnaire -based survey undertaken in 2010 among 25 employer and 66 business organisations. The text draws on data presented in the monograph Employer and Business Organisations in the Czech Republic: Promoting Organized Interests (Pinkova 2011) . While the data and some of the conclusions presented in this text are the same as in the original publication, the overall focus of each work is different. The original monograph, which was published in Czech and in printed form only, studies the relationship between the choice of strategy and various characteristics of each group, including its status/registration as an employer group. This article offers a deeper discussion of the differences (or, as the case may be, lack of differences) between groups registered as employer organisations and groups representing their members as businesspeople/businesses.
The literature available on Czech business and/or employer organisations focuses mainly on formal and legal aspects of their existence. Their positions on social dialogue and especially on issues related to collective bargaining are particularly well analysed (see, e.g. Brádel et al. 2010 , Bělina 2012 , Veverková 2013 , Mansfeldová 2005 , Hála et al. 2003 . The history of the organisations is also fairly well documented (e.g. Kunc -Hartoš 2005) . There is, however, surprisingly little literature on the role that these types of organisations each or both play in the political system as such, or the role they have as intermediaries between the state and society. This is probably because, unlike trade unions, business and employer groups are typically not included in studies focusing on political activism, participation and civil society (e.g. Císař -Navrátil -Vráblíková 2011), which form the bulk of the current research in the field of interest intermediation. These issues were explored in the academic literature in earlier years in connection with discussions about the level (or existence) of some form of corporatism in the Czech Republic and other post -Communist countries (e.g. Ost 2000 , Padgett 1999 , Padgett 2000 , Reutter 1996 . Here, the lack of functional employer organisations able to effectively represent their members was seen as one of the main obstacles to establishing tripartism in the new democracies (see especially Padgett 2000) .
Background
For the period leading up to 1989 when the Communist regime ruled what is today the Czech Republic, no relevant predecessors of employer and business organisations can be found due to the state ownership of all enterprises. Whatever the role played by earlier organisations (i.e. before 1948), the continuity between them and contemporary interest groups representing entrepreneurs and employers is chiefly symbolic. For this reason, the modern development of Czech business and employer groups began after 1989. In 1990 and even more so in 1991, professional, manufacturing and trade associations began to appear both at the level of the Czechoslovak federation and in the two republics, and while many viewed their establishment purely in terms of the renewal of activities forcefully interrupted in 1948 (see, for example, Černohorská 2003: online), this symbolic succession did not have many practical consequences (see Kroupa et al. 2004 ). In the early 1990 s, dozens of associations appeared representing various sectors and branches of industry. The period also saw the creation of several organisations that were more or less successful in their aim of fulfilling the role of an umbrella organisation; these included the Confederation of Industry of the Czech Republic and the Confederation of Employer and Entrepreneurs' Associations of the Czech Republic (for more information about their history, see, e.g. Kunc, Hartoš 2005) . Whereas organisations associating emerging business interests were usually created from below, as is typical for this kind of interest group (with the obvious exception of those chambers created by law), the representation of employers' interests in the territory that is today the Czech Republic had its own somewhat specific course of development.
The tripartite Council for Social Agreement (today the RHSD) played an important role in creating organisations representing employers. At the time, its creation was mainly advocated for by new trade union elites. As there was no sufficiently representative employer organisation, the task of representing employers fell to various organisations, large companies and agricultural cooperatives (Myant -Slocock -Smith 2000: 727) which, since August 1990, had been associated through the Coordinating Council of Business Unions and Associations in the Czech Republic (KORP). Employers did not reject tripartism, but nor did they actively support it (Martin -Cristesco -Martin 1999: 394) . In early 1990, they were weakly organised and lacked significant influence over economic policy (Myant -Slocock -Smith 2000: 731) . One of the reasons for this was the heterogeneity of their umbrella organisation, 'combining large sectoral business unions (for example the Confederation of Industry of the Czech Republic (SP ČR) and the Association of Entrepreneurs in Building Industries), smaller businessmen associated in the Syndicate of Businesspeople of the Czech Republic, and various professional associations. The crystallisation and differentiation of interests following the economic and social transformation brought changes to the organisation. Withdrawal of the largest employers' and business' organisation SP ČR from KZPS in 1995 was a crucial step' (Kroupa et al. 2004: 21) .
Whereas the 1990 s saw the fairly turbulent emergence, coalescence and structuring of a system of organisations representing business and employer interests (see Kroupa et al. 2004 , Hála et al. 2002 , since 2000, the changes in this area have only been piecemeal and the structure of these organisations can be considered fairly stable.
In the Czech Republic employerorganisations (and trade unions) are registered with the Department for Associations of the Ministry of the Interior, which maintains the relevant registry. Until 2014, the registration of social partners was regulated by Act No. 83/1990 on the Association of Citizens, and since then it has been governed by the new Civil Code and is undertaken under a special regime: employer organisations and trade unions have an advantage over other associations since their registration is not subject to the usual procedure as they are recorded in the registry simply on the basis of submitting an application. In formal and administrative terms, employer interest groups are established under Sec. 9a of Act No. 83/1990 on the Association of Citizens.
Four large employer confederations operate in the Czech Republic. "Confederation" here means an organisation which brings together collective members (though not to the exclusion of individual members) and is not itself a member of any other countrywide umbrella organisation. In the Czech Republic, the following organisations fulfil these criteria: the Confederation of Industry of the Czech Republic (SP ČR), the Confederation of Employer and Entrepreneur Associations of the Czech Republic (KZPS ČR), the Czech Confederation of Commerce and Tourism (SOCR ČR) and the Union of Employer Associations of the Czech Republic (UZS ČR).
In total, 61 employer organisations (as opposed to 766 trade unions) are registered in the Czech Republic (Ministerstvo vnitra [Interior Ministry] 2008 ). More than half of the registered organisations (31) are not included on the membership list of any confederation, and attempts to find any information about their functioning came to no avail. Of the remaining 30 organisations, 27 are associated through one of the employerconfederations or are the confederations themselves. Active employer interest groups are therefore involved to a significant degree in secondary organisations.
Of the collective members of the employer confederations, only a minority are also registered as employer organisations. The ratio is greatest for KZPS ČR whose seven members include five that are also employer organisations. In contrast, only one union member of SOCR ČR, namely the Association of Manufacturers and Importers of Flooring, is also an employer organisation. The largest employer confederation, SP ČR has 28 members of which ten are registered employer organisations. Within UZS ČR, four members are on the list of registered employer organisations.
Whereas defining employers' organisations is fairly easy since they are registered as such by the Ministry, matters are not so easy when it comes to business interest groups, which are not defined by Czech law. On the face of it, one might define business interest groups as groups associating and representing entrepreneurs in order to promote their business interests. This definition requires several clarifications, however:
An entrepreneur is a natural or legal person who is a) recorded in the business register, b) carries out business on the basis of a trade licence, c) carries out business on some basis other than a trade licence according to special regulations, or d) runs an agricultural business and is recorded in the register according to special regulations (see Act No. 513/1991, the Commercial Code). We may therefore understand that entrepreneurs' interests are those directly related to their economic activities. This rather banal clarification is needed to avoid the inclusion among business interest groups of other organisations whose members happen to be entrepreneurs (for example, leisure organisations)
As we are dealing here with a specific political and legal system, it makes sense to define what we understand by an interest group, as we did with employer organisations. Generally speaking, at the time of this research, interest groups could be defined as civic associations created under Act No. 83/1990 on The Czech Chamber of Commerce and Agricultural Chamber were established in 1992 and 1993 respectively under a special Act (No. 301/1992) . According to this Act (Sec. 2 (3)), both chambers are associations of entrepreneurs (legal persons and natural persons) who have been accepted as members. As such, they are definitely organisations representing business interests, however unlike most other organisations mentioned here, they cannot be seen as voluntary and/or non -governmental associations since they are created by law and lack organisational autonomy.
Another question worth pursuing is whether professional associations ought to be considered business interest groups. Here one cannot generalise. Either each individual association has to be evaluated based on its concrete characteristics, or these associations must be seen as a specific type of organisation. Embracing the first option, we can distinguish three types of professional association. First of all, it is easy to classify those organisations which associate members according to their profession and are registered as employer organisations or trade unions. While there are about 30 registered trade unions of professionals in the Czech Republic (such as the Actors' Association and the Restorers' Trade Union), among the registered employer organisations, only the Association of Jewellers and Watchmakers of the Czech Republic can be described -with certain caveats -as professional associations (see Ministerstvo vnitra ČR [Czech Interior Ministry] 2008 for more details). Secondly, there are other organisations defined based on members' profession which defend the interests of businesses; they include some of the collective members of the Czech Chamber of Commerce, for example, the Tilers' Guild, the Drywall Installers' Guild, etc. Finally, there are professional chambers and unions associating individuals practising certain professions regardless of whether they are employees or employers.
Professional associations of the first type can be considered employer organisations since they fulfil the definition provided above. There are no objections to classifying associations of the second type as business groups since they also fulfil the relevant definition. Professional associations of the final type cannot be considered business groups as they bring together not only entrepreneurs but also employees.
The main business confederations in the Czech Republic are the Czech Chamber of Commerce (HK ČR) and the Czech Agricultural Chamber (AK ČR). Although the overwhelming majority of their members are not registered em-ployer organisations, they cannot be considered to be purely business groups not representing employers. Of the 72 tradespeople's associations that are members of the Czech Chamber of Commerce, six are employer organisations (of these, two are members of SP ČR and one of KZPS ČR). In total, these employer confederations bring together four and three members of HK ČR respectively. In the case of the Czech Agricultural Chamber, only one of its members, the Czech--Moravian Association of Agricultural Entrepreneurs, is a registered employer organisation and only the Agricultural Association of the Czech Republic is a member of an employer confederation (KZPS ČR). It is not registered as an employer representative, however.
Results of the Research into Employers' organisations and Business Groups
The database on which the following analysis relies consists of the results of a questionnaire -based survey carried out among the representatives of employer and business groups in the Czech Republic during 2010. The questionnaire contained 37 questions, of which ten concerned these organisations' characteristics and three related to the relationship between groups and their members or among the groups themselves; in the remaining 24 questions, the respondents evaluated the frequency and efficiency of various strategies used (see Pinková 2011 for the full survey as well as a more detailed description of the research methodology). The respondents were asked to evaluate the activities of their groups in 2008-09. In total, 239 organisations were approached, and 91 of them submitted a completed questionnaire; the response rate, thus, stood at 38%. Snowball sampling was used to identify the group or organisations approached. Because the resulting pool of respondents did not fulfil random selection criteria, the conclusions of the analysis cannot be generalised for the population at large. In statistical terms, the conclusions based on the results of the questionnaire survey are therefore only valid for the set of organisations examined. In fact, the latter constitute such a significant share of the identified population that one may assume the results' broader validity. Nonetheless, the correlation analysis, the main statistical instrument used in this work, remains at the level of descriptive statistics. Given the character of the data, which consists of categorical and ordinal variables, Spearman's correlation coefficient is used.
One of the questions posed to the respondents in the questionnaire was whether their group tends to represent its members as employers or as entrepreneurs. The answer to this question includes information extending beyond a simple distinction between organisations registered as employers and those not registered as such (though that point too was ascertained). Such registration is a one -off decision which does not necessarily indicate the present focus of the organisation: a registered organisation has the right to participate in collec-tive bargaining, but that does not mean that it always genuinely represents its members in negotiations with trade unions. Th e respondents were, thus, asked to evaluate the real focus of their organisations. Th e distribution of answers to the fi rst question is displayed in Figure 1 . Of the 91 organisations examined, 25 (i.e. 27%) are registered with the Ministry of the Interior as employer organisations and the remaining 66 groups do not have the status of employer organisations under Act No. 83/1990 on the Association of Citizens. Th e results of the survey nevertheless suggest that registration itself is not the decisive factor in determining an organisation's self -perception about whether it represents employers or businesses. Of the 25 registered employer organisations the largest number (nine, 36%) said that they represent their members as employers and businesses to the same degree. Surprisingly, the second largest group of registered employers said that they represent their members primarily as businesses; only seven groups understood themselves as representing their members more as employers than as businesses (fi ve, 20%) or exclusively as employers (two, 8%).
In contrast, groups not registered as employers had established fairly clear profi les as organisations representing businesses (45 groups, 68%). Th e largest share of these groups said that they represent their members purely (28 groups, 42%) or mostly (17 groups, 26%) as businesses. If we look at the organisations examined as a whole, we fi nd that the majority (38%) represent their members primarily as businesses, while the second largest group (24%) represent them as employers and businesses to the same degree. Only around 4% of organisations indicated that they represent their members solely as employers. Table  1 summarises the distribution of answers between (registered) employer and business organisations. If we calculate the correlation between the two variables (i.e. formal registration as an employer organisation, and self -perception about representing businesses or employers), we find an almost moderate correlation (.261). Organisations registered as employers were therefore more likely to say that they represent their members more as employers than as businesses. That there was some correlation here is not surprising; what is surprising is that it was so weak. For most organisations, general business interests took precedence over the specific role of their members qua employers or as one of the parties in the social dialogue. It is also obvious that employers' interests and the representation of employers do not consist solely of collective bargaining, but involve a broader defence of employers' interests (for instance, consultations about labour legislation): otherwise, the defence of these interests would have to be linked exclusively to registration as an employer organisation. However, this wider understanding was confirmed. The question of how the two variables that allow us to distinguish between employer and business organisations correlate with other characteristics of interest groups is answered in Table 2 . Here, the variables "registration as an employer organisation" and "representation of employer vs. business interests"' are correlated with the variables "budget" and "type of membership" (where options include purely individual, collective and both collective and individual). Clearly, the (expected) type of membership does not play a role in the key decision that an emerging interest group has to make, namely whether or not to register as an employer organisation. A certain correlation does appear, however, which we might consider interesting in the social science context: this is the one between registration as an employer organisation and budget. As the budget increases, so too does the chance that the organisation is registered as an employer. In other words, organisations with larger budgets tend to register themselves as employer organisations, or interest groups registered as employer organisations tend to have a larger budget at their disposal. Let us now look more closely at the differences between strategies chosen by employer and business groups. Table 3 summarises the correlations between the variable "registration as an employer organisation" and the frequency with which the various strategies were used. In only one case (pressure strategies) was there no correlation between the frequency with which a strategy was employed and the organisation's registration. In five other cases, the correlation was weak; for half of the strategies, however, there was a moderate correlation. Stronger correlations appeared regardless of whether the focus was insider/outsider or formal/informal strategies: employer organisations tend to appear in the media and to organise press conferences more often, which may be related to their specific role as actors in collective bargaining. Their more frequent participation in meetings of parliamentary committees and advisory bodies as well as in official negotiations with politicians and senior civil servants and as informal commenters on draft bills might also be linked with the social dialogue, or with the higher degree of institutional incorporation of employer groups, which has been mentioned above. In no case was the correlation coefficient high enough to interpret the correlation as substantial.
Budget size, which was fairly strongly correlated with registration as an employer group (.407), might also play a role. In other words, groups with more substantial yearly budgets are more often registered as employer organisations. Groups with larger budgets then have the means to be more active, which might indirectly influence the correlation between registration as an employer group and the frequency with which strategies are employed. For this reason, the correlations were re -calculated, this time as partial correlations, excluding the influence of budget size. The results are summarised in Table 4 . In comparison with the original coefficients, some partial coefficients decreased fairly substantially. The only case where budget size did not play a significant role was in connection with participation in parliamentary committee sessions. In the case of three strategies (unofficial negotiations with politicians and sen-ior civil servants, publishing of information online and pressuring strategies), the original correlation disappeared entirely and was obviously only a false correlation linked to the group's budget size. For the remaining strategies, it is true that a correlation remained apparent, but for the most part, it was lower than seen for the original coefficients. Although differences existed between employer and business groups in terms of selecting strategies, these were not great and were at least partially the corollary of the larger budgets that employer organisations have at their disposal.
Discussion and conclusion
The results of the questionnaire -based survey show that groups registered as employers certainly cannot be considered to be organisations focusing solely on defending employers' interests. Similarly, organisations that are not registered as employers also substantially defend interests of their members that are linked with their positions as employers. An explanation for these facts can be sought on multiple levels:
The defence of employer and business interests cannot be entirely separated in practice because the conditions under which a company or a self -employed individual engages workers inevitably influence their business interests. Even groups that focus primarily on the social dialogue might view their activities as being in the defence of business interests and choose their answers accordingly. By the same logic, business organisations which do not directly intervene inthe social dialogue defend the interests of their members qua employers: a typical example of this is the already mentioned involvement of the Chamber of Commerce in negotiating the Labour Code (see Valterová 2008 for more details). We can therefore assume that this is the reason why some organisations claim to defend employers' interests even though they do not participate in collective bargaining in any way, and vice versa.
On top of this, the law does not stipulate any special criteria for the registration of employerorganisations. It is therefore quite possible that a number of organisations registered in the early 1990 s or later as employer organisations (notably this is an area where the registration procedure is also simpler), but in later years their activities went in a different direction. This means that in addition to functioning organisations which do not participate in collective bargaining, the list also includes many groups which no longer exist or are inactive. As registration does not bring any obligations or disadvantages, groups which do not really represent their members in collective bargaining have no reason to change their registration.
A casual glance at the membership structure of the main umbrella organisations in this area suggests that registration as an employer organisation is not decisive when it comes to establishing cooperative relations among the groups: umbrella organisations registered as employers count many business groups among their members, and vice versa. Similarly, comparing the answers to the two questions concerning the division into employer and business organisations suggests that registration is not decisive for interest group orientation. A significant share of interest groups registered as employer organisations represent their members primarily as businesses, and a few of the non -registered groups examined represent their members more or even primarily as employers. This does not mean that there is no correlation between the variables "registration as an employer group" and "representation of employer vs. business interests," however given the nature of the variables, the correlation level is surprisingly low (0.390). Outside the specific area of collective bargaining, it seems therefore that the matter of registration as an employer organisation does not determine the focus of the interest group.
The results of the analysis also suggest a weak correlation between the frequency of employing most of the strategies observed and the (non-)registration of an organisation as an employer. This difference is substantially due to the fact that larger groups more often tend to be registered as employer organisations. In the analysis presented here, group size was represented by the "budget size" variable. If the correlation is stripped of the influence exerted by budget size, small differences between employer and business groups remain; in practice, however, the two types of organisations do not diverge significantly in how they promote their interests vis -à-vis the bureaucratic and political elite.
Another area in which differences between employer associations and other business organisations might be detected concerns the formal channels offered by the political system for influencing the political process. As one side in tripartite negotiations, employer associations are in a more advantageous position in this sense. Employer associations which fulfil the so -called representativeness criteria may become members of the RHSD. Although the conclusions reached by this Council and the documents negotiated therein are not legally binding and the Council only has an advisory role (unlike its members, itis not mandatorily consulted in the law -making process), these tripartite negotiations are important because they allow social partners to present their views, obtain information from their counterparts and promote their interests. Nevertheless, given the way that the representativeness criteria are set up, the chance to take part in tripartite negotiations at national level is only open to the largest organisations; from among the employers, this means SP ČR, KZPS ČR and the Czech Confederation of Commerce and Tourism, the last through SP ČR.
On the whole, it can be said that in practice the differences between employer and business organisations appear chiefly in connection with collective bargaining, which business groups can only enter into indirectly based on their membership of an employer umbrella organisation. At the same time, a non -negligible number of employer organisations do not participate in collective bargaining at all; they represent their members solely as businesses and not as employers. In other areas, the differences between the two types of organisation are minimal, and in certain respects (membership of secondary organisations, for example), they fade away entirely. The research shows that in the Czech Republic, it only makes sense to distinguish between business and employer organisation if one focuses on the issues of collective bargaining or on the activities of large umbrella organisations which are represented in the Council for Economic and Social Agreement. An employer organisation may be understood most fruitfully as a subtype of business organisation, i.e. as a business interest group that is registered as an employer organisation. This conclusion partially questions the meaningfulness of the traditional Czech dichotomy between employer organisations and trade unions. The defence of employers' interests is much wider than collective bargaining and includes issues such as lobbying for changes in labour law legislation. The results of the questionnaire survey presented in this article demonstrate that many business groups represent (or see themselves as representing) their members as employers even though they are not allowed to participate in collective bargaining (or in negotiations of the tripartite RHSD). Bearing this in mind, a dichotomy between business groups and trade unions makes more sense in the Czech context than the more often used one between employer groups and trade unions.
